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Abstract: The purpose of this study was to analyze the effect of Accounting 
Information Systems, Internal Control and Reward on employee performance with 
motivation to work as a moderating variable in Serdang Bedagai Regency. This 
type of research is causal research. The population in this study were 93 people, 
consisting of the Head of Office, Secretary of the Head of Office and Head of 
Finance. The method of determining the sample with the census method, so that the 
entire population is used as a research sample. The data in this study are primary 
data and data collection techniques using a questionnaire. Hypothesis testing uses 
the Structural Equation Model (SEM) with the help of the Partial Least Square 
(PLS) program. The results of this study prove that accounting information systems, 
internal controls and rewards have a positive effect on employee performance in 
Sergai Regency. Motivation to work as a moderating variable cannot moderate the 
effect of the accounting information system, internal supervision and rewards on 
employee performance in Serdang Bedagai District. 
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1. Introduction 
Regional autonomy is the development of conditions in the country which act 
that the people want openness and independence (decentralization). Regional 
Autonomy is the right of authority, the obligation of autonomous regions to regulate 
and manage their own government affairs and the interests of local communities in 
the Unitary State of the Republic of Indonesia (Indonesia, 2016). The explanation 
explains that the regions are given autonomous rights by the central government to 
regulate and manage their own interests. The Serdang Bedagai District Government 
is one of the City Governments in North Sumatra Province consisting of 31 
Regional Apparatus Organizations, which are also required to carry out good 
financial management. Local government finances report (LKPD) audits by the 
Financial Audit Board (BPK) to provide adequate assurance that regional financial 
reports have been fairly presented in all respects. The final result of the Financial 
Audit Board audit process is to give an opinion / opinion on the fairness of financial 
information local government finances report. A true employee is job satisfaction 
is not determined by the amount of salary received, but determined by the high 
satisfaction and welfare of the community served as a result of the ability and 
professionalism possessed by the employee. Employees who serve the community 
as well as possible, ask for direction and guidance to the more senior, collaborate 
and coordinate with other parties to facilitate and succeed the work program, by 
continuing to learn then all the tasks we carry will be lighter. BPK's opinion on 
local government finances report of Serdang Bedagai Regency Government until 
2017 can be seen through Table 1. 
Table 1. Opinion List of Financial Statements of Serdang Bedagai Regency 
Government 
No Year Audit Opinion 
1 
2 
3 
4 
5 
2013 
2014 
2015 
2016 
2017 
Qualified opinion 
Qualified opinion 
Qualified opinion 
Qualified opinion 
Qualified opinion 
As seen in the table above shows the financial statements of the Government 
of Serdang Berdagai Regency from 2013 to 2017 Audit Board gave a Qualified 
opinion. In the qualified opinion, it means that there is irregularity in certain items, 
namely, due to problems in the presentation of capital expenditures, namely the lack 
of volume and mismatch of technical specifications for the realization of capital 
expenditure for buildings and buildings, equipment and machinery, land and roads, 
irrigation and networks that have not been restored. There is also land and building 
tax management both documents and their implementation in the field, 
management of regional assets to be in line with inventory, legal legitimacy of the 
right to determine infrastructure, the handover process and the alignment of the 
value of the assets. The problem of assets and liability becomes a matter that greatly 
affects the assessment of financial opinion and depends on the data submitted to 
Audit Board of the Republic Indonesia. 
Employee performance is determined in matters relating to job satisfaction 
and job dissatisfaction. Or that can be categorized as intrinsic factors and extrinsic 
factors, which have a big influence on someone (Hazberg, 2011). Intrinsic factors 
related to work are more related to achievement, recognition, job characteristics, 
responsibilities and progress. Extrinsic factors are related to factors in the context 
of work and the environment. Specifically organizational and administrative 
policies, technical supervision, salaries / rewards, relationships between individuals 
and direct supervisors, and working conditions. These two factors that influence 
work motivation are called Motivators and Hygene. 
 
2. Literature Review 
2.1 Theory of Reasoned Action (TRA) 
In this research the theoretical foundation is Theory of Reasoned Action 
(TRA). This theory was introduced by Fishbein and Ajzen (2007) which is closely 
related to employee performance because this theory is related to attitudes, desires, 
behavior and social influence. that person. According to Jogiyanto (2007) the 
intention to do something or not to do something is influenced by two basic 
determinants, the first is related to attitude (attitude towards behavior) and the 
second is related to social influence, namely subjective norms. An important 
concept in this theory is the focus of attention, namely considering something that 
is considered important. TRA also explains that each individual will use a computer 
if they know of any advantages or positive results in using the computer. In this 
research, the foundation or grand theory is reasoned action theory. In organizations, 
this theory is the relationship between financial statements or budget and employee 
performance. In local government, the quality of financial reports can provide 
services and welfare to the community through its performance. 
And local governments have been given the responsibility and trust to present 
and report on all activities that have become their responsibilities through financial 
reports. Conflicts often occur between financial statements and regional 
government performance results for various reasons. While the government is 
sometimes more concerned with their own interests. Therefore an explanation and 
change are needed to regulate these different interests. 
2.2 Employee Performance 
The measurement of public sector performance is carried out to fulfill three 
purposes. First, public sector performance measurement is intended to help improve 
government performance that focuses on the goals and objectives of work unit 
programs. This will ultimately increase the efficiency and effectiveness of public 
sector organizations in providing public services. Second, public sector 
performance measures are used for resource allocation and decision making. Third, 
public sector performance measures are intended to realize public accountability 
and improve institutional communication (Mardiasmo, 2007). 
Accounting information system 
       Accounting information systems are computer-based systems designed to 
transform accounting data into information (Fachmi Rizaldhi, 2010). But in 
general, the understanding of accounting information systems is a system designed 
to process data and information reporting either manually or computerized about 
financial activities. In meeting the information needs of both external and internal 
parties, the information system must be designed as well as possible in order to 
fulfill its function. 
2.3 Internal supervision 
       Internal supervision is very important in creating organizational development 
with the oversight function of organizational risk. Internal supervision is an 
assessment formed in the organization that carries out its activities for the 
organization. Internal supervision also helps members of the organization to 
complete their responsibilities effectively by providing them with various 
assessments, advice, analysis, recommendations and information in connection 
with the activities being examined (Periyanti, 2014). 
2.4 Reward System 
        Reward is a tool used to be able to motivate employees to be able to work well 
in accordance with responsibilities and even achieve targets set by the organization. 
Prizes are given after the employee reaches a certain achievement or goal. There 
are still many superiors who ignore this, even though the reward itself is very 
important to improve the performance of its employees so that they can reach their 
goals quickly. 
 
2.5 Work Motivation 
        It is an encouragement to meet the needs of individuals who come from the 
environment and is proven by behavior. Motivation is a willingness to spend a high 
level of effort to achieve organizational goals that are conditioned by the ability to 
meet individual needs (Robbins, 2004). 
2.6 Conceptual Framework 
Based on the description that has been explained, the research concept is 
composed which is a logical relationship from the theoretical foundation and 
empirical study which can be described as follows: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
2.7 Research Hypothesis 
Based on the theoretical and conceptual framework, the hypotheses of this 
study are as follows: 
H1 : Accounting Information System (AIS) has a positive effect on employee 
performance in Serdang Bedagai Regency. 
H2 : Internal Supervision has a positive effect on employee performance in 
Serdang Bedagai Regency. 
H3 : Reward has a positive effect on employee performance in Serdang Bedagai 
Regency. 
H4 : Motivation to work can moderate the effect of SIA on employee 
performance in Serdang Bedagai Regency. 
H5 : Work motivation can moderate the effect of internal supervision on 
employee performance in Serdang Bedagai Regency. 
H6 : Work motivation can moderate the effect of rewards on employee 
performance in Serdang Bedagai Regency. 
 
3. Method 
This study aims to test hypotheses and is research that explains phenomena 
in the form of relationships between variables (Erlina, 2011). The population in this 
study were all Regional Apparatus Organizations in Serdang Bedagai District as 
Employee 
Performance 
(Y) 
Internal 
Supervision 
(X2) 
Reward 
(X3) 
Work 
Motivation 
(Z) 
Accounting 
information 
system (X1) 
many as 31 Regional Apparatus Organizations, consisting of 2 secretariats, 21 
Dinas, 7 Agencies and 1 Inspectorate. Each Regional Apparatus Organization will 
be given 3 (three) questionnaires filled out by the Head of the Office / Region, the 
Office Secretary and the Head of Finance. Therefore the number of samples of this 
study was 93 respondents (31x3). Tests conducted in this study are descriptive 
statistical tests, data quality tests, and hypothesis testing. 
 
4. Result and Discussion 
4.1 Result 
Based on the tests that have been carried out, the following are the results of 
descriptive statistical testing, data quality testing, and hypothesis testing. 
Table 2. Descriptive Statistics 
Descriptive statistical test results from the data that has been tested is that 
all variables have a mean value that is almost the same as each other, that is above 
3, which means that the average respondent answers the questionnaire questions 
with neutral answers, agrees to strongly agree. 
4.1.1 Data Quality Test 
In the data quality test there are two tests carried out namely, the validity 
test and the reliability test. Test the validity by looking at the average variance 
extracted (AVE) value and the AVE restriction value> 0.50. Based on the results 
of the validity test that has been done, all the variables in this study are included 
in the valid data category. 
Furthermore, data reliability testing. This test uses the Cronbach alpha (CA) 
and composite reliability (CR) values. Limit values for CA and CR are> 0.70. 
Based on the results of the reliability test that has been carried out on the available 
data, all the variables in this study are included in the category of reliable data. 
 
Descriptive Statistics 
 
N Minimum Maximum Mean 
Std. 
Deviation 
Accounting 
Information 
System (X1)  
84 1.58 5.00 4.0248 .63804 
Internal 
Supervision 
(X2) 
84 1.47 5.00 3.7984 .94178 
Reward  (X3) 84 1.50 5.00 4.0317 .69876 
Employee 
Performance (Y) 
 
84 
 
1.50 
 
5.00 
 
4.0754 
 
.51445 
Work 
Motivation (Z) 
 
84 
 
1.40 
 
4.67 
 
3.9587 
 
.73014 
Valid N 
(listwise) 
84 
    
4.1.2 Hypothesis Test 
Significance test 
Significant test is performed to determine whether all independent variables 
used have an influence on the dependent variable. Significance test in this study 
uses the Bootsrapping approach which is to see the test results through the P-value. 
If the p value is below 0.05, the results have a significant effect. The results of the 
significance test can be seen in the following table: 
 
 
 
Original 
Sampel (0) 
P 
Values 
Conclusion 
AIS (X1) -> KP (Y) 
 
 
Internal Supervision (X2) -
>KP (Y) 
 
Reward (X3) -> KP (Y) 
 
 
AIS Moderation (X1) -> KP 
(Y) 
 
 
 
 
Internal Supervision 
Moderation (X2) -> KP (Y) 
 
 
Reward Moderation 
(X3) -> KP (Y) 
0.200 
 
 
0.180 
 
 
0.435 
 
 
-0.069 
 
 
 
 
-0,075              
 
 
 
-0.063 
0.002 
 
 
0.011 
 
 
0.000 
 
 
0.765 
 
 
 
 
0.735 
 
 
 
0.815 
AIS has a significant 
effect on employee 
performance 
Internal Control has a 
significant effect on 
employee performance 
Reward has a significant 
effect on employee 
performance 
Work motivation cannot 
moderate the effect of 
accounting information 
systems on employee 
performance 
Work motivation cannot 
moderate internal 
supervision of employee 
performance 
Work motivation cannot 
moderate the effect of 
reward on employee 
performance. 
4.1.3 Determination Coefficient Test (R2) 
The coefficient of determination test is a test conducted to see how much influence 
the independent variable has on the dependent variable. The result of the coefficient 
of determination test in this study is the adjusted R2 value of 0.5546 which means 
that the independent variable in this study is able to influence the dependent variable 
as much as 55.46% and the remaining 44.54% is influenced by factors or other 
variables outside this study. 
 
4.2 Discussion 
The test results of the implementation of AIS variables on employee 
performance is a positive and significant effect on employee performance in Sergai 
Regency and can be seen from the results of P values 0.002. This is in line with 
research conducted by (Fachmi Rizaldhi, 2015) and (Ni Made Ayu Kasandra, 2016) 
which states that the application of AIS has a significant positive effect on employee 
performance variables. But contrary to research conducted by (Hendry Christanto 
et al, 2007) states that the application of AIS does not moderate employee 
performance. And this research is in accordance with the TRA theory that was 
explained in the previous chapter, where the technology of accounting information 
systems (AIS) has been of good use. The user's reaction and perception of the 
technology will affect his attitude in technology acceptance. Every individual will 
use a computer if they know of any advantages or positive results in using a 
computer. 
Internal control variable test results on employee performance is a positive 
and significant effect on employee performance as seen from the results of P values 
0.011. This research is in line with research conducted by (Nanda L, 2014), 
(Ardhansyah and Wasilawati, 2014) and (Andi Yusuf Wahyu, 2009) from his 
research results that HR competency has a significant positive effect on employee 
performance. The accounting information system on employee performance is also 
affected by internal supervision as seen by performance in planning so that 
supervision is carried out to ensure that organizational goals are achieved in 
accordance with planning, budgeting which is carried out to monitor the budget 
used is running efficiently and economically in every budget execution, 
administration conducted for the preparation of the organization and governance so 
that it runs well and oversight of the agenda for the improvement of office buildings 
and procurement of office equipment, the reporting will be arranged systematically 
and free from misleading errors, and the person responsible for internal supervision 
so that the performance of government agencies is achieved and responsible for the 
policies that exist in the organization can run properly. 
The test results of the effect of reward on employee performance is a positive 
and significant effect on employee performance as seen from the value of P values 
0,000. This research is in line with research conducted by (Galih Dwi Kuncoro, 
2013) and (Eni Nurmiyati, 2018) states that reward has a significant positive effect 
on employee performance. While research (Wisnu Wibisono, 2015) and (Mathilda, 
2005) mention reward does not affect employee performance. 
This reward affects performance because salaries received by employees are 
in accordance with the workload provided, employees are given the opportunity to 
develop if they achieve achievements in the organization, employees have a high 
enthusiasm if the work is difficult to complete well, work done in accordance with 
the provisions of superiors so the employees are increasingly skilled and 
developing. 
The results of the work motivation test variable on the accounting information 
system do not moderate the employee performance as seen from the P value of 
0.765. This is because AIS does not work well on work motivation as seen from the 
performance of the employees. Employees who do not feel well-being, the benefits 
provided are not sufficient for the needs of the employees and the breaks provided 
are not good. Security in work motivation that includes conditions for employees' 
work spaces that are not safe, employee safety that is not properly considered, 
employees who are not able to socialize well with colleagues in the organization, 
awards that are not given properly to employees who have achieved their 
performance in accordance with organizational goals, and self-actualization in 
terms of responsibility for the settlement is not well proven. 
The results of testing the work motivation variable on internal supervision are 
not moderate by looking at the P values of 0.735. Motivation to work is the desire 
of employees to do something to encourage themselves to be able to take action 
because they want to do it. Whereas Internal Supervision is the result of the quality 
of work of employees in the process of regional financial management. Does not 
moderate due to motivation to work on the performance of employees do not feel 
well-being, the benefits provided by the organization are not in accordance with the 
needs of each employee's life, the conditions of the workspace of employees are not 
safe, do not pay attention to work safety of employees, employees do not socialize 
well with colleagues, superiors do not give awards for employees who excel and 
complete the job well, superiors do not provide opportunities for employees to 
move up. 
The test results of work motivation variables on reward are not moderate by 
looking at the P values 0.815. This is caused by rewards that are not in accordance 
with the conditions in the Sergai government such as the salary received is not in 
accordance with the workload provided, employees are not given the opportunity 
to develop if they achieve achievements in the organization. Employees do not have 
a high enthusiasm for completing difficult work, employees are not given the 
freedom to do and make decisions in the organization, employees are not skilled 
and do not develop because the work does not match what they are doing. The level 
of achievement of the work volume is not in accordance with what is produced by 
the employee, cannot do the job effectively and efficiently so it needs a question to 
the boss. There are employees who work not in accordance with quality standards 
set by the organization, employees do not accept criticism or suggestions for the 
work they get and employees who are not careful in doing their jobs. Motivation to 
work that is not in accordance with the wishes of employees in achieving 
organizational goals. 
 
5. Conclusions and Suggestions 
5.1 Conclusions 
1. Accounting Information System has a positive and significant effect on 
employee performance in Sergai Regency. 
2. Internal supervision has a positive and significant effect on employee 
performance in Sergai Regency. 
3. Reward has a positive and significant effect on employee performance in 
Sergai Regency. 
4. Work motivation does not moderate the effect of Accounting Information 
Systems on employee performance in Sergai Regency. 
5. Work motivation does not moderate the effect of internal oversight on 
employee performance in Sergai Regency. 
6. Work motivation does not moderate the effect of reward on employee 
performance in Sergai Regency. 
 
 
5.2 Limitations 
1. This study uses a questionnaire instrument in which the answers are based 
on the perception of respondents' answers, so there is a possibility of bias or 
incompatibility with the actual situation and contains elements of 
subjectivity. 
2. The independent variable in this study was only able to affect the 
performance of Serdang Bedagai District employees by 44.54%, the rest 
was influenced by other factors not included in this study. 
5.3 Suggestions 
1. For further research, it is hoped that observation techniques will not only 
use questionnaires but will add techniques such as interviews and 
observations. 
2. For the Sergai Regency government to pay attention to: 
a. AIS therefor its availability within the organization is more complete 
and supported by adequate communication, security of SIA protected 
from viruses, having clear agreements on the implementation of the 
right and wrong tasks and SIA that has been integrated in harmonious 
cooperation. 
b. Internal Supervision so that performance in planning can be corrected 
in the event of irregularities, oversight is carried out to monitor the 
budget used efficiently and economically in every budget execution, in 
the administration which is useful for overseeing the administration of 
affairs in the public and staffing fields, supervision of reporting to be 
completed on time and supervision that is needed in charge of achieving 
the performance of government agencies. 
c. Reward so that the salary received by the employee is in accordance 
with the workload given, and the employee is given freedom in making 
decisions. 
d. Employee Performance in order to achieve the goals and expectations 
of the organization and the employees are able to work in accordance 
with the quality set by the organization. 
e. Motivation works for the welfare of the lives of employees, the working 
relationship between superiors and employees is very good, superiors 
give rewards to employees who excel, and organizations provide 
opportunities for employees to get high positions. 
3. With a number of variables that do not moderate, the government in Sergai 
Regency must also pay more attention to the causes. These factors will 
strengthen or weaken the goals of the organization. 
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